This chapter consists of two sections. Section A analyzes the responses of bank employees regarding the changing working environment of Indian universal banks.
Section-A 4.1.
Application of Factor Analysis to the Employees Perception
In this section factor analysis has been applied to the perception of 380 employees regarding 29 variables statements shown in Table 4 .1, measured on a five-point likert scale. Factor analysis refers to a data reduction statistical technique, which has the common objective of representing a set of variables in terms of smaller number of hypothetical variables. It is done with the idea of simplifying complex and diverse relationship that exist among a set of observed variables by exploring common dimensions or factors that link together the apparently unrelated variables and consequently provides insight into the underlying structure of the data.
For our purpose, factor analysis has been applied to determine the employees satisfaction of selected universal banks in India.
Data for Factor Analysis

I. Reliability Analysis
By using reliability analysis, one can determine the extent to which items in the questionnaire are related to each other besides getting an overall index of the repeatability or internal consistency of the scale as a whole. The most widely used measure for diagnosing the reliability of the entire scale is the Cornbach's alpha. The generally used agreed upon lower limit for Cornbach's alpha is .70, although it may decrease to .60 in Table 4 .1
List of Variables Statements Used for Factor Analysis
V1
Salary given by bank is sufficient to fulfil my needs.
V2*
System for allocation of salary package for different levels of job is not transparent in my bank.
V3
Bank provides fair chance of promotion to each employee.
V4
I am satisfied with the welfare facilities (like travelling allowance, city compensatory allowance, house rent allowance, allowance for rural postings, loans, advances etc.) provided to the employees by the Bank.
V5
My supervisor acknowledges good work done by me.
V6
My supervisor is fair in work allocation
V7*
There is lack of trustworthiness among supervisor and me
V8
My supervisor gives me valuable feedback about my performance.
V9
My supervisor involves me in the decision making process when required.
V10*
Work assignments by supervisor are not fully explained V11* My supervisor shows too little interest in the feelings of subordinates.
V12*
My supervisor treats me differently at work than other employees due to racial background.
V13*
Bank is not providing further career opportunities.
V14
My job is useful and makes sense.
V15
Colleagues at my workplace always share information.
V16
Colleagues are team oriented.
V17
My colleagues accept me and value my opinion as part of a team work.
V18
My workplace serves multi-purpose functions for informal and instant meetings.
V19
Workplace layout supports the work activity, speed up task completion and encourages interaction between the employees.
V20
I am able to maintain the social contact with others around me.
V21
The quality of available equipment is appropriate for the work assigned.
V22
Furniture at workplace is flexible enough to adjust, rearrange, or reorganize.
V23
There is an effective co-ordination among the various workstations at the work place.
V24
I am able to control the lighting level in my workstation.
V25* I am strictly monitored at work
V26
I feel good about working at this bank V27* I do not feel secure about my job.
V28
I would recommend my close friend to join this bank.
V29*
People on this job often think of quitting.
Note: (*These items were worded negatively to reduce the bias due to tendency of respondents to reply in affirmative during data collection. They were, however, reverse coded for the purpose).
exploratory research (Hair et al., 2005, p.118) . The overall Cornbach's alpha for the 29 variables statements have been estimated as 0.780, which could be regarded as adequate, keeping in view the exploratory nature of the research.
II. Exploratory Factor Analysis
Exploratory factor analysis was used to summarize the data into fewer and more understandable factors. To determine the weights or factor score coefficients differentiates; the principal components analysis method was used. In principal components analysis, the total variance in the data is considered. It is recommended when the primary concern is to determine the minimum number of factors that will account for maximum variance in the data for use in subsequent multivariate analysis. The factors are called are principal components (Malhotra, 2008, p.646) . The items were subjected to factor analysis using Principle Component Method with varimax rotation. The principle component analysis was conducted using the SPSS version 15.0 statistical package.
In order to test the suitability of the data for factor analysis the following steps were taken:  Barlett's test of sphericity: Barlett's test of sphericity is a test statistic used to examine the hypothesis that the variables are uncorrelated in the population. In other words, the population correlation matrix is an identity matrix; each variable correlates perfectly with itself (r = 1), but has no correlation with other variables (r = 0) (Malhotra, 2008, p. 642) . The value of chi-square = 4893.120, df = 406 is significant (p< 0.001) which further shows the appropriateness of data for factor analysis. In order to analyze the impact of the listed dimensions on employees perception, the first step involved was reducing the number of statements to a smaller number of variables which could then be used for further analysis. Data reduction technique i.e.
Factor analysis was used for this purpose. 
Computing the Number of Factors and Identifying the Variables under Each Factor
To find out the factors influencing the job satisfaction of employees of the Indian Universal Banks, the responses were obtained on a five-point scale ranging from 2, 'Strongly Agree' to -2, 'Strongly Disagree'. If the questions were started from negative perspective, they were reversely coded (*) i.e. 2, 'Strongly Disagree'
to -2, 'Strongly Agree' (Streiner & Norman, 1995) . These items were worded negatively to reduce the bias due to tendency of respondents to reply in affirmative during data collection. In total, 29 Variables (including negative items) were used to identify the major factors influencing the satisfaction of employees of Indian
Universal Banks.
In all eight factors (accounting for 64.28% of the total Variance) were extracted listed as: Workplace Environment,Supervision,Cooperation from Peers, Work Discrimination, Work Allocation, Employee Acceptance, Job Security and Remuneration. 
F1: Workplace Environment
This is the most important factor as it accounts for 14.403% of the total Variable. Table 4 
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F2: Supervision
Supervision as a factor generally influences job satisfaction (Tierney et al., 2002; Zhang et al., 2010) . This factor of job satisfaction indicates relationship of employees with their immediate supervisors. This factor accounts for 11.489% of the total Variance. .517
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My supervisor acknowledges good work done by me. .501
F3: Cooperation from peers
The third factor accounting for 7.989 % of the total Variance is the 'Cooperation from peers'. The variables composing this factor along with its label are given in Table   4 .7. Three variables have loaded on this factor. Having friendly and co-operative coworkers is a modest source of job satisfaction to individual employees. The working group also serves as social support systems of employees (Chen, 2001; Islam and Saha, 2001; Kamal, 2009 ). 
F4: Work Discrimination
The fourth factor accounting for 7.949% of the total variance is the 'Work Discrimination'. Four variables are loaded on this factor shown in Table 4 .8, along with labels and loadings. Employees feel discouraged at work, when they experience any discrimination, either gender, educational background, professional experience, racial background etc. Bank should always try to eliminate any discrimination at the workplace (Moyes et al., 2007) . 
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F5: Employee Acceptance
This factor accounts for 6.714% of the total variance. The variables composing this factor along with its label and loadings are given in Table 4 .9. Employees get more committed and dedicated towards their work if their efforts in achieving the organization goals are valued. They feel their presence and importance in the bank that ultimately affects the overall satisfaction level of employees (De Forrest, 1994; Chen, 2001) . 
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Work assignments by supervisor are not fully explained.
My supervisor shows too little interest in the feelings of subordinates.
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F6: Work Allocation
The fifth factor accounting for 5.942% of the total variance is the 'Work Allocation'. Three variables are loaded on this factor shown in 
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F7: Job Security
The seventh factor that has emerged from the analysis is the 'Job Security' and it accounts 5.558% of the total variance. In total, two variables have loaded on this factor namely; ″ People on this job often think of quitting ″ (.762) and ″ I am strictly monitored at work ″ (.573). Job security is defined as job situation, which leads to assurance for continued employment. Security of job is vital for employees (Blanchflower and Oswald, 1999; Gazioglu et al., 2002; Rehman et al., 2008; Lin et al., 2008) . To the employees, a job represents self-esteem, respectability, a place in society and a source of income. 
F8: Remuneration
The eighth factor accounting for 5.390% of the total variance is the 'Remuneration'. Two variables are loaded on this factor shown in Table 4 .12, along with labels and loadings. Wages play a significant role in determining job satisfaction (Wharton et al., 2000; Kamal, 2009; Zhang et al., 2010) . Pay fulfills so many needs of human beings and serves as a symbol of achievement and recognition for the employees.
It includes other monetary benefits also like allowance for holidays, leaves, travelling allowance, city compensatory allowance, house rent allowance, allowance for rural postings, loans, advances etc. To test the set of null hypotheses a proposed multiple regression model has been used: Before applying regression analysis, it was instructive to check the existence of multicollinearity among the explanatory independent variables before proceeding to the results of regression analysis. Multicollinearity or collinearity is the situation where two or more independent variables are highly correlated and can have damaging effects on the results of multiple regression. The correlation matrix is a powerful tool for getting a rough idea of the relationship between predictors. The suggested rule of thumb is that, if the pair-wise or zero-order correlation coefficient between two regressors is high say, in excess of 0.8, then multicollinearity is a serious problem (Gujarati, 2006, p.359 ). The solution is to drop that variable and thereafter run regression analysis with rest of the variables. Another way to check the multicollinearity is to compute the average VIF (Variance inflation factor). As a rule of thumb, if the average VIF of a variable exceeds 10 which will happen if correlation coefficient exceeds 0.80, then that variable is said to be highly collinear (Gujarati, 2006, p. 362) . In line with the above rule of thumb, we did not find any variable in our analysis, whose VIF value exceeds 10. Hence, data is free from the problem of multicollinearity.
Additionally, to test the assumption of independent errors (autocorrelation), the Durbin-Watson statistic was used. The value of this statistic between 2 or close to 2 is considered as better and for this data the value is 1.722, which is very close to 2 (Gujarati, 2006, p.469) . Hence, the assumption has almost been accomplished. In summation, the diagnostics indicate the model to be valid and reliable.
It was essential to check the distribution of independent and dependent variables.
Normal probability plot of regression standardized residual was tested to check the normality of data. Where, Y= overall job satisfaction of bank employees β0 = constant X 2 = supervision X 3 = cooperation from peers X 5 = work allocation X 6 = Employee Acceptance Table 4 .16 shows that overall regression model is significant (F= 22.960; p<.000).
Pearson's Correlation Coefficient
Adjusted R-square is 0.285 that means 28.5% of the variation in the dependent variable is being explained by eight independent variables -workplace environment, supervision, cooperation from peers, work discrimination, employee acceptance, work allocation, job security and remuneration.
Analysis of variance (ANOVA) assesses the overall significance of the model. As p<0.05 model is significant and shows that employee satisfaction factors together are significantly related to the overall satisfaction of employees (Table 4 .16). Table 4 .15
shows that the four factors, namely, supervision, cooperation from peers, work allocation and employee acceptance have positive impact on employees overall job satisfaction. The coefficients of these variables are positive and significant at 5% level of significance, thus rejecting H0 1 , H0 2 , H0 4 and H0 5 . On the other side, factors namely, workplace environment, work discrimination, job security and remuneration are not statistically significant, thus H0, H0 3, H0 6 and H0 7 are accepted implying thereby, that these factors have not been significantly influencing the employees job satisfaction.
Factors that are statistically significant with employee job satisfaction have been discussed here under:
F2: Supervision
Supervision is positively and significantly (p = .000) related with job satisfaction.
The findings represent rejection of null hypothesis (H01), which depicts that there is significant positive relationship between supervision and job satisfaction. Supervisory issues have positive and marginally significant relation with the level of job satisfaction (Tierney et al., 2002; Zhang et al., 2010) .
F3: Cooperation from Peers
In 
F5: Work Allocation
Work allocation is positively and significantly (p = .044) related to the level of job satisfaction perceived by the employees. The importance of this factor indicates that there is fair allocation of work among employees and the work done by employees is properly acknowledged by supervisor, which ultimately boost the level of job satisfaction of employees (Islam and Saha, 2001 ).
F6: Employee Acceptance
Employee acceptance is positively and significantly (p = .039) related to the level of job satisfaction perceived by the employees. Employees get more committed and dedicated towards their work if their efforts in achieving the organization goals are valued. They feel their presence and importance in the bank that ultimately affects the overall satisfaction level of employees (De Forrest, 1994; Chen, 2001) .
Considering the factors individually, supervision, cooperation from peers, work allocation and employee acceptance are found significant towards overall job satisfaction.
Others factors workplace environment, work discrimination and job security are found to be insignificant.
Other factors like, workplace environment, work discrimination and job security are found to be insignificant. An improvement in significant factors may bring positive changes in the overall satisfaction level of bank employees. In this section an attempt has been made to determine:  Whether there is a significant difference exists between the length of employment of an employee and job satisfaction factors (workplace environment, supervision, cooperation from peers, work discrimination, work allocation, employee acceptance, job security and remuneration). Eight job satisfaction factors were extracted from the results of factor analysis applied in Section A (chapter-IV), namely, workplace environment; supervision; cooperation from peers; work discrimination; work allocation; employee acceptance; job security and remuneration.

Whether there is a significant difference exists between the length of employment of an employee and overall job satisfaction.
To investigate the impact of length of employment of employees on job satisfaction of bank employees, the following research methodology was employed. A total of 400 questionnaires were distributed to the potential respondents' choosen from four banks. A total of 380 usable questionnaires were selected randomly (refer chapter-III). Table 4 .18 shows the overview of WAS (Weighted Average Score) and the ranks assigned by the bank employees to the factors of job satisfaction and overall job satisfaction.
'Remuneration' is considered as the most important factor for job satisfaction and 'Cooperation from peers' as the least important factor for the employees with the length of employment upto 5 years. The reason might be the individual when he/she enters the organization is initially attracted by remuneration package offered to him/her.
'Cooperation from peers' has been least important which could imply that with the less job tenure employees were not in harmony with the peers, which may result from intense competition between them.
'Job Security' has been considered as the most important and 'Work Allocation'
as least important factor of job satisfaction by the employees with the length of employment 6-10 years. Job security is the probability that an individual will keep his or her job; a job with a high level of job security is such that a person with the job would have a small chance of becoming unemployed (http;//en.wikipedia.org/wiki/Job_security).
The employee with the length of employment between 6-10 years, considered job security as the most important factor that motivate them to work with the present organization, the reason may be that they are less adaptable to the new organization working environment (Wilson et al. 2007 ).
The employees with the length of employment 11-20 years and employees of more than 20 years of length of employment have ranked the 'Cooperation from Peers' as the most important factor. The reason might be higher levels of employment offered more ego satisfaction, status, pay and self direction, so they may feel more sympathetic with management and peers (Porter, 1962; Zhang et al. 1999 ). . 1953; Hunt at al., 1975; Saul, 1975; Oshagbemi, 2000; Koustelios, 2001 ).
Conclusion
The result of factor analysis reveals that eight factors (accounting for 64.28% of the total Variance) namely; Workplace Environment,Supervision,Cooperation from Peers, Work Discrimination, Work Allocation, Employee Acceptance, Job Security and Remuneration were extracted.
To explore further, multiple regression analysis has been used. Eight factors emerged significant from factor analysis, namely, Workplace Environment, Supervision, Cooperation from Peers, Work Discrimination, Employee Acceptance, Work Allocation, Job Security and Remuneration. And, to determine the driving forces leading to job satisfaction the above eight factors have been taken as independent variables. The result shows that supervision, cooperation from peers, work allocation and employee acceptance are found significant towards overall job satisfaction (dependent variable).
Others factors workplace environment, work discrimination and job security are found to be insignificant. as least important factor of job satisfaction by the employees with the length of employment 6-10 years. Job security is the probability that an individual will keep his or her job; a job with a high level of job security is such that a person with the job would have a small chance of becoming unemployed (http;//en.wikipedia.org/ wiki/Job_security). The employee with the length of employment between 6-10 years, considered job security as the most important factor that motivate them to work with the present organization, the reason may be that they are less adaptable to the new organization working environment (Wilson et al. 2007 ).
c) The employees with the length of employment 11-20 years and employees of more than 20 years of length of employment have ranked the 'Cooperation from Peers' as the most important factor. The reason might be higher levels of employment offered more ego satisfaction, status, pay and self direction, so they may feel more sympathetic with management and peers (Porter, 1962; Zhang et al. 1999 ).
Results of one-way ANOVA reveals that cooperation from peers, employee acceptance, job security, remuneration and overall job satisfaction are found significant towards length of employment. Others factors workplace environment, supervision, work discrimination and work allocation are found to be insignificant.
